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Attitude Toward Conflict and Next Generation Talent Pool 
Gedajlovic, Carney, Chrisman, and Kellermanns (2012) pointed out that approximately 90% 
of all businesses worldwide is family business. While statistics vary, it is generally agreed that 
majority of firms are family-owned. With such domination, mishandling family businesses 
would cause serious damage to most economies. Similarly, failure to sustain family 
businesses would punch a significant hole into any economy that relies on them. 
Nevertheless, it is a common knowledge that only 35% family businesses make it to the 
seconds generation and only 15% make it to the third (Credit Suisse, 2011).  
In addition to the economic issues, failure to keep the peace in the family business would also 
add social problems associated with the breaking of families, as Lam (2011) warned that 
breaking up a family business would also break the family relationship.  
Jaskiewicz, Heinrichs, Rau, and Reay (2015) suggested that many family firms failed 
succession because of their inability to manage competing logics at play, mainly family and 
commercial logics. To put it simply,Jackall (1988) defined institutional logics as "the way 
particular society works". While Jackall (1988) studied institutional logics from ethnographic 
point of view, Alford and Friedland (1985) who first honed in the term institutional logics 
grouped society logics into commercial, family, governmental, democracy, and religious, in 
line with the logics at play in most modern societies.  
The earlier part of this project was designed to extend understanding on the use of 
institutional logics drafted in Jaskiewich, Heinrichs, Rau, and Reay (2015). To be specific, 
this study was based upon curiosity on why some family business leaders include or consider 
the opinion of the families in business decision making while others keep them away, 
uninvolved, and uninformed. The authors are suspicious that some leaders are more prone to 
conflict avoidance than others.  
Using Bresnahan, Donohue, Shearman, and Guan's (2009) attitude toward conflict scale, this 
study tested whether or not a family business leader's attitude toward conflict is responsible 
for their actions in including and excluding family members in decision making. The first part 
of the collective case study resulted in Table1, confirming that leaders who prefer to avoid 
conflict are more likely to attempt individual control without the involvement of family 
members.  
Table 1. Predecessors' attitude toward conflict 
Moving forward, this project aims to further understand the impact of a family business 
leader's attitude toward conflict in next generation talent pools. To be sustainable, a family 
Conflict as a natural part 
of business
Conflict avoidance
Intention for succession Plan A Sole plan
Talent pool Unlimited, all next 
generation 
Select few, others kept 
away from operation
Decision making Egalitarian or consultative Pre-drafted, predecessor-
controlled 
Attitude toward the family 
firms' future
Relaxed, successor is well-
equipped
Nervous, hoping for the 
best
Anticipation for retirement Equally nervous of the word 'retirement', because of 
culture 
Reciprocal nepotism Applies in both groups
business should have next generation family employees to replace the older generation. 
Likewise, a successor have to step up to the leadership while guarding the family legacy. For 
family business leaders who can handle conflicts, nominating successors and employing next 
generation would be easy, since they welcome all next generation family members to join the 
company. For leaders who avoid conflicts, however, while they usually have appointed 
successors in mind, even before the chosen ones join the businesses, replacing older family 
employees would be difficult. At the same time, should the desirable successor fail to take up 
the leadership, sustainability of the business will be threatened, unless there are other next 
generation family employees who can prove themselves worthy of leadership.  
At the end of the project, it will hatch contribute to the family business field in scaffolding the 
understanding of why family leaders behave the way they do, based on their personalities and 
attitude when facing conflicts. In addition, it will be able to offer solutions for those to avoid 
conflicts and train them to push their conflict avoidance for the sustainability of the firms. For 
family businesses, this project enables them to self-diagnose as problem arises. Family 
business leaders will be able to asses their own attitude toward conflict and the impact on the 
firms. Furthermore, family business leaders will be able to set their strategies based on their 
own attitude toward conflict.  
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